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Abstract
The article attempts to identify the determinants of occupational satisfaction of teaching staff of higher education institutions. 
The most significant satisfaction factor for teacher is material stimulation of wage. The next most important factor is the work 
organization in an educational institution. For attraction young promising and experienced professionals to work in an 
educational institution it's necessary to create favorable conditions. It binds us with the realization of opportunities for 
professional growth and career development, and scientific activities. These findings are reinforced by revealed a close 
relationship the growth of professional knowledge, satisfaction with the work process itself and satisfaction with teaching 
activities in general.  Ambiguous looks negative contribution factor of intangible incentive in satisfaction  of teachers their 
activities. In a situation of low wages in the education sector of Russia, different forms of non material stimulation encourage 
negative perceptions of employees.
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1. Introduction
Strengthening international competition and increasing quality of benefits granted requires the increase of 
contribution of each employee in the end results of the company activity and social and economic efficiency of 
society as a whole. That requires a fundamentally new perception of the employee's role and the tasks today, and 
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thus, formation of effective motivation and stimulation system. The last assumes individual approach to employees, 
balanced growth of their interests and drive to outwork with a better performance. 
Labour satisfaction is widely considered in social, psychological and economic researches, revealing both 
essential and informative contents of category being investigated, and detection of its fundamental characteristics 
taken in conjunction with different aspects of human business activity. 
Most foreign surveys consider the category of material satisfaction within the framework of the general concept 
of job satisfaction as a whole. The latter is disclosed through its structural components, each of which includes a 
certain groups of satisfaction factors. 
In a widely known concept of two-factor job satisfaction by F. Herzberg, all variety of factors influencing job 
satisfaction may be divided into two groups. (Hersberg F., Mausner B., Snyderman B., 1963) The first group 
includes motivators, leading to growth of job satisfaction, but lacking them, dissatisfaction is not necessarily. They 
include intrinsic interest to work, advancement, responsibility and achievements, recognition. The second group is 
hygienical, it is represented by factors, in lack of which job dissatisfaction is observed, but their optimal balance is 
unable to increase satisfaction: labour compensation and conditions, interpersonal relations, means of employment, 
safety. But we think that in practical terms, factors of different groups may change their places and be included both 
in one or in the other group. It becomes possible due to the fact that the criterion of factors division into two groups 
in F. Herzberg’s model, is human behaviour, but not opinion. That's why it is human to lay failures on external 
circumstances, and to owe success to the efforts of their own.
Popularisation of F. Herzberg's motivation-hygiene theory resulted in broad testing on dissident cultures, samples, 
professional qualification characteristics and so on. So, for example, studies held by group of Shaemi Barzoki A., 
Attafar A., Reza Jannati A. prove that hygiene factors dominate and have most significant influence on employee 
motivation. (Shaemi Barzoki A., Attafar A., Reza Jannati A., 2012)
But to the present time there's no unanimity of opinion concerning the degree of predictability and conformity of 
F. Herzberg's theory and reality. Consequently, Malik M.E., Naeem B. suggest to investigate reasons of job 
satisfaction and dissatisfaction directly in a given organization, which would add to motivation and rise in work 
efficiency. (Malik M.E. & Naeem B., 2013)
American analysts of one of recognized job satisfaction measurement instruments (Cornell Job Descriptive Index 
- JDI) divide satisfaction factors into five major groups: compensations and benefits, career, psychological climate, 
attitudes towards supervisors and the nature of the work itself. 
J.W.Atkinson had suggested a more general theory as compared with F. Herzberg's theory. (Atkinson J.W., Mc. 
Cleland D.C., Clark R., Lowell E.L., 1953) He presumed that worker's labour behaviour is the result of interaction of 
his/her personal qualities and his/her perceptual evaluation of occupational situation. According to him, human may 
be divided into two groups in terms of motivation character: those who strive to escape unsuccess and those who run 
after success. Thus, a success-oriented person prefers job tasks of average complexity, while other workers, despite 
probable failure, strive for pursuing a goal in view of its highly attractiveness. This postulate shall be used for 
workload distribution: the first ones shall be assigned obligatory for execution tasks, the others - those related with 
search of alternative, non-trivial solutions. 
It's worth to note, that the most significant contribution in the studies of material job satisfaction was made by 
scientists concerned with fundamental and applied development of motivation theory. Without going into details, we 
would like to note that the whole variety of the above, anyway, develops in two directions: process and content 
theories. 
Process theories of motivation (the Expectancy Theory by Victor H. Vroom, S. Adams’ Equity Theory and Porter 
& Lawler Complex Theory) analyse how a person allocates his/her efforts in order to reach certain goals and what 
influences his/her choice of specific behaviour. (Vroom V., 1964, Salmon W. & Lawler E. and others, 2007) They 
do not dispute the existence of needs, but suppose that human behaviour is determined not by the needs themselves, 
but by the function of their perceptions and expectations, connected with precise context, and possible consequences 
of the chosen behaviour. 
On the contrary, content theories of motivation first of all study human needs that drive people to act, especially 
in terms of consideration of the scope of work and its contents. 
Without giving specifics to substantive interpretation of above theories, we deem it necessary to note that 
presently none of them is regarded comprehensive in terms of definition of employees job satisfaction level. Our 
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research was held in the tideway of process theories of motivation, and an attempt was undertaken to confirm in 
practice theoretical postulates of Porter & Lawler Complex Theory. 
The level of workers' diligence, as per their model, is determined by value of material incentives, the degree of 
confidence they would be paid and possibility to satisfy their needs through incentives. Thereby this model 
correlates material satisfaction and the results, i.e. employee shall satisfy his/her needs through remuneration for the 
results he/she has achieved. 
Modern interpretation of process theory of motivation was developed in a widely known work by D. Pink (Pink 
D., 2011). There he proves the necessity to switch from external stimulus (the main of which is material incentives) 
to internal ones, the main significant of which is comprehensive revelation of person's interest to work. According to 
Pink, in information era remuneration in money, performance-related bonuses and other forms of material 
stimulation are useless or even adverse for personnel and the company. Material stimulation is effective only when 
solving algorithmic problems. By estimation of McKinsey&Co consulting company, in the USA only 30% new 
workplaces are connected with algorithmic work, and 70% are engaged with work requiring elements of creativity 
and analysis. (Pink D., 2011)
Thus, creation of respective conditions and climate for maximally fruitful realization of workers' qualitative 
characteristics shall be of primary importance. Author in his theory goes further on and declares that only those 
workers shall be employed by the company who have strong internal motivation, that is cognitive need and self-
sufficiency. (Pink D., 2011)
Of course, actuality of Pink's theory and H. Mintzberg's concept is disputable, since it considers decent salary as 
"hygiene" factor, and not a principal motivator, in the present state of Russian economy: heuristic activities (high-
technology industry, inventive activity, applied sciences, R&D etc.) are underdeveloped, extremely low labor
efficiency, lack of qualifies manpower and leadership at enterprises and so on. But with the development of Russian 
economy towards formation of information-oriented society, those postulates will be relevant. 
In researches by Scott W.S., Rowland R., Sobel R.St., job satisfaction is considered in various aspects, 
determined by internal satisfaction, i.e. actually performed job, and external satisfaction - satisfaction with salary and 
career advancement. (Scott W.S. & Rowland R., 1970; Sobel R.St., 1971) At the same time they consider social 
aspect of the problem, which is expressed in satisfaction in leadership and co-workers. In their opinion, job 
satisfaction acts as employee's judgement-based generalized representation of his/her job performance and the course 
of employment, the degree of involvement and working conditions. 
The most part of recent foreign and Russian researches in social and economic sphere are marked with attempts to 
analyse the effect of the nature of job and professional and qualifications parameters on material job satisfaction. 
The studies of such correlation remain pertinent within the framework of the problem of professionals' self-
enhancement, increase of internal motivation level and manpower quality. So, the group of analysts, Arokiasamy 
ARA, Hon Tat H.,Abdullah AGK, who had assessed the influence of material incentives and motivation system on 
job satisfaction in Malaysian educational sphere, has revealed existence of positive relation of considerable 
compensation, motivation and incentive, and job satisfaction among teaching stuff of private colleges in Penang. 
(Arokiasamy ARA & Hon Tat H., Abdullah A., 2013)
Similar empiric research was made by group of scientists Dehaghi MR., Rouhani A., Salahshour C., who had 
assessed the degree of motivators effect on job satisfaction of faculty of Islamic university in Iran. (Dehaghi MR., 
Rouhani A., Salahshour C., 2013) Such motivators included economic, social, political, religious and moral values. 
The outcome of concurrent operation of several variables of regression analysis showed that priority effects of 
motivators, indicating positive and significant relation with job satisfaction are religious and moral values, rather 
than social, economic and political ones. 
Quite a number of works have been dedicated to gender gap in job satisfaction, though their outcomes sometimes 
are controversial. So, in works by R.Hodson (Randy Hodson R., 1989)  that there's no significant difference between 
job satisfaction of men and women. But K. Bender (Bender K., Donohue S., John S., 2005) argues about compulsory 
consideration of professional and qualifications job parameters, since women are less satisfied in professions 
traditionally related to "mannish". 
Though it does not take into account professional and qualification parameters of the most part of Europeans, the 
research by Clark notes a considerably low correlation (0.15-0.17) of salaries and job satisfaction (Clark A.E., 1997).
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The scientists come to a conclusion that salary for Europeans is a far weaker job satisfaction factor than the nature of 
work and favorable working climate. At the same time, Clark emphasizes relativity of earnings, as far as they are 
compared with income received by other workers of similar occupation. Thus more important is the question of 
difference in pay of workers of similar occupation, making actual the matter of equity in wage system.
Further on, having questioned 7000 workers of 9 European countries, Clark has noted, that 42% of them report of 
«high job satisfaction». But 37% of respondents think their income is low, and that their work is dull and worthless 
for society. (Clark A. E., 2001)
More recent researches of attitude to work of employed population within the framework of world-wide research 
"State of the Global Workplace" by Gallup International (225000 persons were polled in 142 countries worldwide in 
2011-2012) showed the following results. Almost 2/3 (63%) of workers worldwide feel dissatisfied with their work, 
suffering lack of involvement and motivation to enhance labor productivity. One forth (24%) of respondents 
worldwide are extremely dissatisfied with their work in general, which leads to unproductiveness and hostile attitude 
towards their employers. And only 13% of workers worldwide feel satisfied with their work, and consequently aim 
at career promotion in their companies and do their best for prosperity of an undertaking. Data for Russia in general 
are similar to mean indices of other countries. 
Recorded increase of job dissatisfaction is a serious sign of relative troubles of workers today, it updates search of 
factors and characteristics effecting the investigated category. 
In our research we presume that job satisfaction is characterised as achieved presentation of expectations of 
material, social and psychological and worthwhile results of work. It can be assessed as a positive contribution into 
the company operation, promoting sustainable development of companies, local communities, and countries in the 
process of world economy rehabilitation after economic crisis.
2. Data and methodology
The basis of the data analysis was a teachers survey of educational institutions of the Republic of Tatarstan 
Almetyevsk. Data were combined into a single array and used as a base for calculating regressions. Observations 
total number is 152. Research methods: questionnaires, expert evaluation methods and economic and mathematical 
modeling, correlation and regression analysis. The subject of the study is the satisfaction of the teachers professional 
activities of educational institutions. The object of the study are the teachers of educational institutions of the  
Republic of Tatarstan Almetyevsk. Data reliability and validity of the conclusions in the present study, were 
provided by the scientific and methodological principles of economics and sociology of labor, using a proven and 
valid tool, a combination of quantitative and qualitative research methods and the use of mathematical apparatus of  
data process. In our research the satisfaction of teaching staff professional activity of educational institutions is 
analyzed on base of the following question: "Rate your satisfaction level of executing professional activities?" (five-
point scale, where 1 - satisfied, 2 - rather satisfied than not, 3 - difficult to answer, 4 - rather is not satisfied, a 5 - not 
satisfied).
3. Model
To estimate the satisfaction parameters with professional activity was used the following equation:
   uxESPA iED                                                                  (1)
where ESPA - employee satisfaction occupational;
Į - constant;
 ixE - response matrix works;
u - component, reflecting the influence of factors not accounted in the model.
Matrix characteristics employee satisfaction profession  ixE includes the information listed in the table 1.
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Table 1. Indicators employee satisfaction occupational.
ʋ Variable Measurement Method
v1 Sex - female
- male
v3 Marital status - single
- married
- divorced
- am a civil marriage
v10 Do you feel the approval of the leadership on the work you performed? - yes, lately leadership has repeatedly expressed satisfaction 
with my work
- probably yes, I often feel approving glances and management 
support
- difficult to answer
- probably no
- no, I feel the indifference of leadership
v12 Do you have a good relationship with the members of your team? - yes
- more likely yes than not
- difficult to answer
- rather not than yes
- no
v16 Does the workflow give you pleasure?
v18 Doesn't your supervisor often  understand or doesn't want to understand 
you?
v23 Do you feel your professional knowledge grow up with every year?
v26 Are you satisfied with labor organization in team?
v28 Do you think that the existing wage encourages organization staff to 
work effectively?
v33 Does the management use as encouraging employees the use intangible 
benefits?
4. Results and discussion
Consider how different factors affect the satisfaction of teachers of educational institutions professional activities. 
Table 2 provides an assessment of the importance of factors.
Table 2. OLS model satisfaction of teachers occupational (152 observations used).
Variables Coefficient Standard Error t-statistics Ɋ-value
const 1,60525 0,478863 3,3522 0,00103 ***
Sex -0,432621 0,152541 -2,8361 0,00524 ***
Marital status -0,226145 0,0870685 -2,5973 0,01039 **
Approval from the leadership 0,192073 0,0714107 2,6897 0,00802 ***
Good relationship with collegues 0,19905 0,0780704 2,5496 0,01185 **
Satisfaction with the content of work 0,234526 0,0745644 3,1453 0,00202 ***
Comprehension from the leadership 0,124366 0,0577945 2,1519 0,03311 **
Professional knowledge progress 0,298957 0,0773024 3,8674 0,00017 ***
Labor organization in collective -0,317381 0,0730313 -4,3458 0,00003 ***
Realization of motivational function of wage 0,264654 0,055973 4,7282 <0,00001 ***
Using intangible methods of stimulation -0,177059 0,0640011 -2,7665 0,00643 ***
Heteroscedasticity is absent. Analysis model for multicollinearity showed her absence. The most significant 
factor for staff was the ability of the wage to stimulate staff to work effectively. In fact - the implementation of the 
motivational function of wages.
The next important factor was the existing organization of work in a team. To attract both promising young and 
experienced professionals to work in the institution necessary to create favorable conditions. These conditions may 
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be the prospect for professional and career growth, opportunity scientific activities. These findings revealed a close 
relationship of the growth of professional knowledge and satisfaction with professional activities, satisfaction with 
the process of work and occupational satisfaction. Our findings confirm and correlation coefficients (Table 4).
Table 3. Model Parameter Analysis.
Indices Value Indices Value
Mean of Dependent Variable 2,243421 St. Deviate of Dep. Variable 1,150852
Residual Sum of Squares 101,1456 St. Model Error 0,846962
R-square 0,494255 Corrected R-square 0,458387
F(8, 143) 13,77967 Ɋ-value (F) 1,00e-16
Log Likelihood -184,7224 Akaike Criterion 391,4448
Schwarz Criterion 424,7075 Hannan-Quinn Criterion 404,9573
Table 4. Correlation matrix, observation 1-152.
v1 v3 v10 v12 v16 v18 v23 v26 v28 v33 v31
1,0000 -0,0458 -0,0809 0,0047 0,0331 0,0803 0,0382 -0,0491 -0,0368 -0,1030 -0,1273 v1
1,0000 -0,0955 -0,0876 -0,0348 -0,0200 -0,1388 -0,1417 -0,1412 -0,1699 -0,2030 v3
1,0000 0,3479 0,3289 -0,0739 0,4450 0,4014 0,2789 0,1001 0,4112 v10
1,0000 0,4241 0,0863 0,4617 0,4265 0,0987 0,0253 0,3874 v12
1,0000 0,0096 0,3792 0,5513 0,1929 0,1305 0,3321 v16
1,0000 0,0032 -0,0129 -0,1538 0,0757 0,0697 v18
1,0000 0,3692 0,1056 0,0988 0,4491 v23
1,0000 0,3659 0,2443 0,1407 v26
1,0000 0,0789 0,3286 v28
1,0000 -0,0988 v33
1,0000 v31
Let's turn to the use of intangible factor stimulation methods. Judging from the data, this factor makes a negative 
contribution to employee satisfaction profession. Approval from the leadership on the work performed was as 
follows important factor. Our study showed that the model of Porter-Lawler has been confirmed. Results achieved 
depend on the employee application efforts, his abilities and character, as well as awareness of its role. The second 
important factor was the relationship with colleagues. The reason lies in the specifics of workers education: most of 
the time they spend with students. Also found a weak link between relationships with superiors and occupational 
satisfaction.
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